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Abstract
The study investigates whether pay or remuneration influences intention to leave organizations among young 
bankers in the perspective of Malaysian commercial banks. The study used 171 samples of young bankers from 
commercial banks in Malaysia. “Drop off” and “Pick up” method were carried out through survey questionnaires to 
gather primary data. This method of survey questionnaires distribution was proven effective, demonstrated by 
85.5% success rate. In view that this is a preliminary study, descriptive analysis and frequency analysis were 
performed. From the analysis conducted, the findings disclosed that neither pay nor remuneration influence young 
bankers to leave their organizations. 
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1. Introduction
The issue of employee leaving organizations among employees from the young generation these days has 
become a major topic discussed not only by scholars but also by industrial practitioners. The attitude of “job-hop” 
among young employees has become a phenomenon which portrays no sense of loyalty and less emphasized on job 
security among this cohort. A study by Mathieu and Zajac (1990) found that demographic characteristics such as 
age, gender and level of education influence organizational commitment. From this finding, this study work further 
to conduct preliminary research to investigate the influence of remuneration among young employees of commercial 
banks towards intention to leave.
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1.1 Characteristics of young employees
In 2011, record from Department of Statistic Malaysia showed the number of graduates from IPTA and IPTS 
entering the workforce is increasing dramatically. Table 1.0 illustrated the details. With the big increase in numbers, 
it is important to give full emphasis on the characteristic of the young employees because the generation will be 
taking over the roles and responsibilities from senior employees and become responsible to materialize the 
objectives of organizations. The new generation is found to possess advanced intelligence level compared to the 
previous cohort (Bingam, 2009), and organizations must utilize their intelligence in ensuring successful future 
development. The young employees according to Smola and Sutton (2002) showed no loyalty towards organizations 
compared to the previous generation of employees. They also demand frequent changes in job specification (Shaw 
& Fairhurst, 2010) and that makes them to always look for new excitement (Smola & Sutton, 2002). Young 
employees are also very robust (Shaw & Fairhurst, 2010) and the characteristic have resulted them in frequent 
employment changes and become disengage with organizations (Chang, 1999).
      Table 1. Total graduates from IPTA and IPTS 
The frequent employment changes has turned young employees into “job hoppers” and Deal (2007) is in 
commotion to this finding when he discovered only 20% of young employees who are already in employment 
remain with the organizations while most of the young employees tend to “job hop” after being employed for 3 
years. Discovery from the exit interview analysis showed that most young employees leave to seek for organizations 
that meet their demand especially in job specification frequent changes (Smola & Sutton, 2002) while some of the 
young employees job hopped to look for new excitement in their role within the organizations (Chang, 1999). 
1.2 Remuneration in Malaysians’ Banking Industry 
BAFIA Act, which is set forth by the Central Bank of Malaysia (Bank Negara Malaysia governs the operation 
of banking industry in Malaysia. The act includes the operations on banking transaction, job description of 
employees in commercial banks as well as the remuneration. Speaking of remuneration, it includes salary, yearly 
increment and yearly bonus paid to employees (Bank Negara Malaysia, 2011). The salary scale set for new 
employees or the entry level, i.e., fresh graduates newly joining the commercial banks are almost the same for all 
commercial banks (Bank Negara Malaysia, 2011). The reason for having standard salary scale for entry level of 
commercial banks is to have a consistent and fairness in giving the salary for new employees and the salary will be 
increased according to the level of competency and performance of the individual employees later. 
According to the survey conducted by Hewitt Consulting company in 2011, in general, salary scale for new 
employees at entry level for commercial banks in Malaysia is between RM2,800.00 to RM3,200.00. This 
information is supported by salary scale from Bank Negara Malaysia (2011), which streamlined the salary scale for 
bankers at entry level. The amount is seen as generous for new employees considering less responsibility that they 
are shouldering in view that most of them are still single. In addition to that, the new employees are yet to serve 
loans, for example housing loan. Despite the high salary paid by commercial banks and less responsibility that 
young employees are managing, the issue of high intention to leave the organizations continues to rise. Therefore, 
the study is conducted to investigate the significant influence of remuneration towards intention to leave among 
young bankers in Malaysia. 
2. The Intention To Leave
Organizations these days faced challenges with higher turnover due to demographic changes, mergers and the 
different needs of different generations in the workforce and banks are not an exception. Perspective for individual 
development, flexibility in working hours and locations, rooms for creativity and influence on decision making has 
becoming most important factors in trying to reduce the intention to leave among young employees (Pook, 2001). 
One of the domino effect to organizations due to employees’ leaving is the significant cost increases in human 
capital development and decreases in manpower productivity. Chen et al., (2010) found that the 45 to 60 days is 
2002 2003 2004 2005 2006 2007
56,874 75,014 71,303 78,985 80,036 84,225
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needed to replace the vacant positions and time required to train new employees into their new job. This showed that 
it is important to find immediate solution in order to “pull” employees to stay in organizations, in view that 
replacement cost i.e., cost to train replacement employees takes time.
In addition to the above, Menefee and Murphy (2004) discovered the reasons that stimulate intention to leave 
among young employees are dissatisfaction with pay, dissatisfaction with management, inadequate opportunity for 
career-related skill development, dissatisfaction with benefits, uncomfortable work environment and conflicts with 
manager/co-workers. In view that pay is one of the factor in the decision to stay or leave, and a key factor in 
turnovers (Van Vianen et al., 2004), the study to examine the link between remuneration and intention to leave 
among young bankers is indispensable. Thus, based on the findings, the study is hypothesised as follows:
Hypothesis 1: High remuneration paid may influence lower intention to leave among young bankers. 
3. Methodology
The motivation for the study was to investigate the role of remuneration towards influencing the intention to 
leave organizations among the young bankers.  Primary data was used in the study which was collected through 
survey questionnaires. There were 200 questionnaires distributed at various commercial banks in Klang Valley 
which resulted in 171 respondents, demonstrated 85.5% in terms of success rate. The respondents were young 
bankers, whom are aged between 23 to 30 years old. Most of them are fresh graduates and are very new to the 
organizations.
Due to the busy schedule of the young bankers and the confidentiality of information practiced by commercial 
banks, the study used “drop-off” and “pick-up” method whereby the questionnaires were left and collected upon 
completion. Contact persons were appointed at each bank to coordinate the overall process of distributing and 
collecting the completed questionnaires. The timeline agreed by the coordinator, for subsequent visit to collect the 
questionnaires was 2 weeks after it was distributed.
The survey questionnaires was adopted and adapted from Maertz and Campion (2004). The measurement were 
used in the study to explore the influence of induction age, training duration and job satisfaction among participants 
from public sector. The items were measured using 7 points likert-scale. Below are 8 items used in the questionnaire 
to measure the intention to leave:
x I am planning to search for a new job during the next 12 months.
x If I have my own way, I will be working for this organization one year from now. *
x There were other comparable jobs available.
x I am attracted to opportunities somewhere else.
x I feel that I might lose valuable experience if I leave this organization.                    
x I feel that I owe the organization because it had supported me *.                                      
x I feel obligated to stay in this organization*.
x I believe that I could easily find an equal or better job*.
Note : * are reverse coded questions
Some of the items used in the questionnaire were reverse coded to remove the effects of response set and 
response bias (George & Mallery, 2003). The data collected were analyzed using Statistical Package for Social 
Science (SPSS version 18.0).
4. Findings
Out of 171 respondents, 60% were female young bankers and on ethnicity statistic, the largest participation 
came from the Malays i.e., 73%, 23% were Chinese and the remaining constituted of Indians and others. Most of the 
respondents were university graduated with bachelors’ degree, i.e., 79.5% and still single. Majority of the 
respondents were employed as executives in the banks, showed by the 69% on statistic. Due to their new 
involvement in workforce, only 15% of the respondents were promoted to senior executive position and 7% were 
fast enough to be promoted to assistant manager position. The rest held position as executive. 
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In terms of employment tenure, it shows that, 39.1% of the respondents are new to the banks and have only 
been with the banks less than a year. While 41.5% revealed that they have been with the banks between 1 to 3 years. 
The questionnaire also requested respondents to indicate the tenure of their employment with previous employer. 
From the feedback, the study gathered that 31.5% of the respondents had been worked for less than 1 year with the 
other employer previously and 33.9% have worked with other employer previously between 1 to 3 years and 26.9% 
said that this employment is their first job.
The frequency analysis performed in this study revealed that, from the 8 questions in the survey questionnaire, 
item 1, that is “I am planning to search for a new job during the next 12 months” provide strong indication that 
young bankers are having strong intention to leave the organization, showed by the score of 47.4%.  Item 3 “There 
were other comparable jobs available “and item 5 “I feel that I might lose valuable experience if I leave this 
organization” also supported the intention of leaving the organizations, among the young bankers, with the score of 
71.4 % and 68% respectively. Ironically, the findings discovered that the young bankers feel that they might lose 
valuable experience if they leave the organization and at the same time, they are also worried that they may or may 
not find equal or better job of they leave the organization, based on item 5 and item 8.
In general, on the remuneration, young employees are well paid by the commercial banks. This evidence
gathered from the feedback by the respondents, that only 4% earned below RM2,000.00. Most of the respondents 
i.e., 43.8% received high monthly salary between RM2000.00 to RM3000.00 per month and some i.e., 30.4% also 
earned a monthly salary of RM3000.00 to RM4000.00 per month. The findings are in tandem with the survey 
conducted by Hewitt Consulting in 2011which found that young bankers are highly paid. The average salary for 171 
total respondents in this study is found at RM3,500.00 per month, of which is classified as high. Hence, it shows that 
a high remuneration are being paid by commercial banks to the young bankers even though they have only been in 
employment 1 year to 3 years. 
Despite being highly paid, the young bankers still express high intention to leave. This is shown by the highest 
mean score of 5.15 obtained by item “There were other comparable jobs available”. While item “I feel that I owe 
the organization because it had supported me *” have obtained the lowest mean score i.e., 3.57.
In addition to the above, investigation was also conducted on gender to find which gender has expressed more 
intention to leave. The outcome from descriptive analysis discovered that between genders, female young bankers 
expressed greater intention to leave organization compared to male young bankers, illustrated by Table 2.0 below. 
However, these results may have been influenced by the larger number of female respondents participated in the 
study as compared to male respondents. 
Table 2.0 Comparison between genders on intention to leave
Gender
Statistics
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Table 3 below illustrates the result from descriptive analysis performed on 8 items which was used to measure 
intention to leave.
Table 3. Result of descriptive analysis on item measuring intention to leave
5. Discussion
The findings were found not supporting the hypothesis and one of the reasons could be due to the different 
attitudes of the young bankers, as compared to other bankers of previous generations. Pay does not seem to become 
a strong factor that can influences to lower the intention to leave among them (Karp, Fuller & Sirian, 2002). Hence, 
it appeared that salary or remuneration did not necessarily motivate “staying in organizations” or act as the “pull 
factor” among this generation even though, generally, in the absence of money, most people tend to become 
demotivated.
Expected possible reason is due to the attitudes possessed by this generation. They are said to have high levels of 
social consciousness of which they demand mutual support from people around them (Smola & Sutton, 2002). In 
this case, it refers to their parents. Parents these days are very accommodating to children and condone to support 
their needs. Nowadays, parents are affordable to do so, unlike parents during the earlier days (Glass, 2007; Shih & 
Allen, 2007) due to their strong financial earnings. Therefore, the needs of young employees are well secured and 
remuneration paid by employers, does not play a main role in supporting the young employees life. Hence, 
remuneration has minimal influence towards whether the young employees wanting to leave or stay in 
organizations. The scenario differs with the earlier generation of employees, who work to earn money for living, as 
for the new generation, i.e., young employees, who have parents to “provide money” for them.
Known as the generation that value “work life balance” (Smola & Sutton, 2002), the young bankers crave for 
relationship with friends and family and "are more interested in making their jobs accommodate to their family and 
personal live needs" (Spiro, 2006). With this attitude towards work, the young bankers opt for short term career 
commitment and move on to another organization if they perceive that the current employment mis-match with what 
they want in live (Bates, 2004). The scenario contradicts with what organizations wants i.e., long term commitment 
and greater effort from employees in generating innovative ideas for organization improvement (Skapinker, 2005).
The young generation are robust and seek frequent changes in life (Bingam, 2009). This attitude has influence 
their working style of which they easily get bored with same routine, which forced them to discover greener pasture 
at other organizations. Indirectly this attitude has moulded the new generation into becoming constant “job 
hoppers”.  Commercial banks which operates on legacy system and closely monitored by central banks under the 
BAFIA Act, practiced same routine in daily operations. The work pattern has affected and increased the intention to 









1 I am planning to search for a new job during the next 12 months. 171 4.23 1.962 47.4%
2





3 There were other comparable jobs available. 171 5.15 1.438 71.4%
4 I am attracted to opportunities somewhere else. 171 4.83 1.634 62.2%
5 I feel that I might lose valuable experience if I leave this organization.   171 4.81 1.444 68.0%
6 I feel that I owe the organization because it had supported me *.    171 3.57 1.691 26.3%
7 I feel obligated to stay in this organization*. 171 3.69 1.569 27.4%
8 I believe that I could easily find an equal or better job*. 171 3.95 1.725 32.1%
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Another reason why the findings does not support the hypothesis is that, the working culture of banking industry 
is different from other industries. Banks are known for its highly regulated institutions and all the employees’ 
actions and work procedures are governed by the BAFIA act, managed by the Bank Negara Malaysia. Hence, 
employees of banks are comfortably paid due to the confidentiality of information that they have to manage. Banks 
are also pressured by unpredictable and demanding customers and changing economic policies. Therefore, banks 
must struggle to remain sustainable in the competitive advantage environment. To meet this, bank employees are 
expected to work long hours i.e., 10 hours per day plus occasionally work on weekends to meet the demand of 
industry’s competitiveness and new opportunities brought by the development of the new technologies and 
globalization. 
The working style has caused irresistible pressure among employees (McDowell, 1997) and this has led to an 
increase in the intention to leave despite high remuneration paid. 
6. Conclusion and Recommendation for Future Research
The high remuneration paid by commercial banks to young bankers showed no influence towards intention to 
leave among them. From the study, it was discovered that other factors has more influence towards intention to 
leave among young bankers and one of them, was the personality or characteristic of the young bankers which has 
affected their attitude towards work. The young bankers’ work attitude caused them to have the intention to leave 
the organizations, irrespective of the high remuneration paid and other rewards that organizations offer. This 
generation have regarded employment as short term commitment and prefer to “job-hop” as frequent as they want to 
move to greener pasture elsewhere. Hence, in this study among the young bankers in the Malaysian perspective, pay 
has turn out to be a factor that does not influence the intention to leave. 
Young generation has conceptualized remuneration as “not” the main factor that employees look for in 
employment. One of the reason is due to financial stability that their parents possessed which managed to “housed” 
for their financial need. The perception was found contradict with earlier generation whereby employees work to 
earn and subsequently manage their living.  Factor that the young employees, i.e., the new generation, look for in 
employment is yet to discover and could possibly entice behaviour researcher to unearth.
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